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Abstract: The humanitarian setting poses a number of challenges to
organizations, so it is important to respond in an adequate way.
Organizational culture is a significant factor in organizational
performance and can be a deciding factor between success and
failure. Every organization has its own unique culture, whether
management is aware of it or not. In order to perform in the most
efficient way and to be able to carry the strategy into effect properly,
humanitarian organizations need an adequate and strong organiza-
ional culture. Then, to strengthen the team’s sense of purpose and
help it move in a unified direction humanitarian principles and
standards are developed. For the development of the organization
timely establishment of value systems and patterns of behavior is
very important. Organizational culture is important for internal
structure as well as for external bonds among participants.

Keywords: organizational culture, humanitarian organization,
cooperation, humanitarian operations.

1. Introduction ture is found to be applicable in

every business around the globe

Every organization in the world but the types of cultures would

has its own organizational culture . S
g > differ. An organization’s culture

whether aware of it or not. Culture has an impact on both their work

is an important factor when it lives as well as their personal lives.

comes to employee and manage-ent Timely establishment of value sys-

behavior, as well as the connection tems and patterns of behavior is

among them. Organizational cul- very important for the development
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of the organization. The importance
of organizational culture even
nowadays can be overlooked. Some
organizations don’t take it serious-
ly, and if not taken seriously side
effects could be triggered. Thus, if
leaders understand the culture the
right way, the organization’s goals
and objectives can be achieved
more efficiently. Otherwise, if not,
the culture can become an obstacle
towards the organization’s best
performance. Nonprofit organiza-
tions as well need to take care of
organizational culture. If they fail
to recognize culture’s important
role, the ability to complete the
mission they are created for in the
first place is endangered. This is
especially important for humani-
tarian organizations because their
aim and purpose are specific. Also,
the role those organizations have is
unique and requires a different

approach.

This paper consists of four parts,
where each of them shows the im-
portance of organizational culture.
show that
organizational culture has a signifi-

The paper findings

cant role in humanitarian response
efforts and the overall humanitar-
ian functioning.

2. Organizational culture

Organizational culture is a signifi-
cant factor in organizational perfor-
mance and can be a deciding factor
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between success and failure. Ac-
cording to Schwartz & Davis [1981]
culture is a pattern of beliefs and
expectations shared by the organi-
zation’s members that create norms
that powerfully shape the behavior
of individuals and groups in the
organization. Culture is the system
of such publicly and collectively
accepted meanings operating for a
given group at a given time [Pet-
tigrew, 1979]. Schein [2004] defines
organizational culture as "a pattern
of shared basic assumptions, in-
vented, discovered, or developed by
a given group, as it learns to cope
with its
adaptation and internal integra-

problems of external
tion, that has worked well enough
to be considered valid, and there-
fore is to be taught to new members
of the group as the correct way to
perceive, think, feel in relation to
Other authors
give similar definitions of organiza-

those problems".

tional culture. Robbins & Coulter
[2005] describe organizational cul-
ture as the shared values, beliefs,
or perceptions held by employees
within an organization or organiza-
tional unit. Because organizational
culture reflects the values, beliefs,
and behavioral norms that are used
by employees in an organization to
give meaning to the situations that
they encounter, it can influence the
attitudes and behavior of the staff.
[Scott-Findlay & Estabrooks, 2006]



Schein [2004] describes three levels
of organizational culture as it’s
shown within figure 1:

1. Visible organizational structures
and processes (hard to decipher)
such as the architecture of its
physical environment; its lan-
guage; its technology and prod-
ucts; 1its artistic creations; its
style, as embodied in clothing,
manners of address, emotional
displays, and myths and stories
told about the organization; its
published lists of wvalues; its
observable rituals and cere-
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2. Strategies, goals, philosophies

(espoused justifications). A set of
beliefs and values that become
embodied in an ideology or
organizational philosophy thus
can serve as a guide and as a
way of dealing with the uncer-
tainty of intrinsically uncontrol-
lable or difficult events.

. Unconscious, taken-for-granted

beliefs, perceptions, thoughts,
and feelings, and so on (ultimate
source of values and action). Ba-
sic assumptions, like theories-in-
use, tend to be nonconfrontable

monies; and so on. and nondebatable, and hence are
extremely difficult to change

Artifacts

\

Espoused Beliefs
and Values

Al

Underlving
Assumptions

Figure 1. Levels of culture

Organizational culture, among oth- members; (3) foster a shared rather
ers, serves to (1) set boundaries be- than individual commitment; (4)
tween one organization and others, enhance social stability, and (5) be
(2) foster a sense of identity for its the mechanisms for the creation of
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meaning and control that guide and
shape the attitudes and behaviors
of members of the organization.
[Robbins & Judge, 2012]

Every organization is characterized
by its own unique culture, some-
times management and employees
are aware of it sometimes they are
not. So it is important to identify
the organizational culture as early
as possible in order to influence the
development of the culture. To
determine the type of organiza-
tional culture the Organizational
Culture Assessment Instrument
(OCAD is developed by Cameron &

[2006]. This
helps define the organizational cul-

Quinn instrument
ture type based on a typology ma-
trix. OCAI uses six dimensions to
develop the organizational culture
type. They are (a) dominant charac-
teristics, (b) organizational leader-
ship, (¢) management of employees,
(d) organizational glue, (e) strategic
emphases, and (f) criteria of suc-
cess. The OCAI, therefore, is an in-
strument that allows you to classify
the organization into one of the
four categories: hierarchy, market,
clan, and adhocracy culture. These
categories are shown in figure 2.

Flexibility and Discretion

CLAN

ADHOCRACY

HIERARCHY

Internal Focus and Integration

MARKET

uoner 1ua.|a”]a Pl.ll", 511.10:[ ll’!Ll.lQlX‘H_

Stability and Control

Figure 2. The competing values framework

The collective acceptance and sub-
mission to the values, standards,
attitudes,
will have a positive impact on the
set of elements of the organization-

and behavior patterns

al culture mutually perceived and
shared by the employees, which
will make it stronger. [Szczepanska
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& Kosiorek, 2017] This definition
emphasizes the importance of ac-
cepting the culture by employees.

The Cultural Web identifies six in-
terrelated elements that help to
make up the "paradigm" - the pat-
tern or model - of the work environ-
ment. By analyzing the factors in



each, it is possible to see the bigger
picture organization’s culture: what
is working, what isn't working, and
what needs to be changed. The six
elements shown in figure 3 are:
[Johnson et al., 2012]

Stories - The past events and
people talked about inside and
outside the organization. Who
and what the organization choos-
es to immortalize says a great
deal about what it values, and

perceives as great behavior.

Rituals and Routines - The daily
behavior and actions of people
that signal acceptable behavior.
This determines what is expect-
ed to happen in given situations,
and what 1s valued by manage-
ment.

Symbols - The visual represen-
tations of the organization in-
how plush the

offices are, and the formal or

cluding logos,

informal dress codes.
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Organizational Structure - This
includes both the structure de-
fined by the organization chart,
and the unwritten lines of power
that
whose contributions are most

and influence indicate

valued.

Control Systems - The ways that
the organization 1is controlled.
These include financial systems,
quality systems, and rewards
(including the way they are
measured and distributed within

the organization).

Power Structures - The pockets
of real power in the organization.
This may involve one or two key
senior executives, a whole group
of executives, or even a depart-
The key is that these
people have the greatest amount

ment.

of influence on decisions, opera-
tions, and strategic direction.

Staries

Rituals &
Routines

Symbols

The

Paradigm

Control
Systems

Power
Structures

Organizationa
Structures

Figure 3. Cultural web model
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It 1s also necessary to mention the
subculture since it is a crucial fac-
tor of organizational culture accep-
tance and stability. The theory sees
subculture as a set of under-
standings or meanings shared by a
group of people. [Louis, 1985] It
means each culture is divided into
different parts, such as levels,

branches, professional, regional,
national, and other groups. Yet,
several different subcultures can
coexist within an organization. At
least three types of subcultures are
conceivable: enhancing, orthogonal,
and countercultural (Martin &
Siehl, 1983). Enhancing subculture
could respect the values of the
dominant culture stronger than the
rest of the organization. Orthogonal
subculture accepts the values of the
dominant culture and their own,
non-conflicting set of values. Coun-
terculture is a set of values that
could present a direct challenge to
the core values of a dominant
culture. Although several subcul-
tures could exist it does not mean
they are in conflict. Moreover, they
can create a synergistic effect and
improve the overall performance of
the organization.

3. Organizational culture in
humanitarian context

When emergencies occur good coor-
dination is necessary. Good coordi-
nation means delivering assistance

Fkonomski signali 66

by humanitarian organizations
timely. The primary goal is to save
lives and belongings of beneficia-
ries. In order to perform in the
most efficient way and to be able to
effect

properly, humanitarian organiza-

carry the strategy into
tions need an adequate and strong
organizational culture. As a huma-
nitarian organization develops from
the time of its original incorpora-
the attitudes, beliefs,
behavior of its personnel become
established and

rules, rituals, values, codes of con-

tion, and

routinized into
duct, and standard operating proce-
dures. [Walkup, 1997] Then, the
developed organizational culture is
reinforced by newcomers as they
accept and enhance it over time.
Consequently, the culture can for-
tify organizational structure and
increase permanence through an
evolutionary process. Apparently,
organizational cultures evolve and
change in accordance with environ-
mental factors which affect organi-
zations.

Not only do cultural dynamics in-
fluence the internal workings of the
organization, they also affect hu-
belief
and perfor-

manitarian organizations’

systems, behavior,
mance in terms of their relations

with: [Walkup, 1997]

each other (e.g. how HOs engage
the politics and logistics of coor-
dination);



the state authorities (e.g. how
HOs perceive and respond to
state attempts to coordinate and
regulate HO operations);

the affected populations (eg. how
personnel communicate and op-
erate with their clients and to
what extent HOs
truly participatory approaches to

incorporate

the policy process);

donors (e.g. how HOs raise funds
and negotiate accountability).

Organizational culture is important

for humanitarian organizations
where, besides employees, plenty of
volunteers are present. Humanitar-
ian ambassadors promote the cul-
ture of helping and volunteering as
part of organizational culture.
Sometimes, they would not be able
to spend enough time within the
organization to acquire all guide-
lines properly, but the culture can
help to shorten the

process. Some countries have been

learning

developing the culture of volun-
through the
system. Then, it affects

education
their
and assump-

teering

perception, beliefs,
tions towards humanitarian aware-
ness. As a consequence, they could
be
volunteers and could be able to out-

more willing to work as

perform people without a humani-
tarian background of any sort.
Often staff can work long hours in
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risky and stressful conditions. The
sense of purpose developed through
organizational culture can help
them persist and do their best.

Principles, in classic organizational
thinking, precede policy, which in
turn precedes implementation.
[Hilhorst & Schmiemann, 2002] To
strengthen the team’s sense of pur-
pose and help it move in a unified
direction humanitarian principles
and standards are developed. Orga-
nizational principles affect the way
humanitarians and volunteers act,
think, do their job, make connec-
tions and bonds with others in the
organization and with external
partners. Also, external partners
should take those principles into
consideration and incorporate them
into their culture to be able to work
with humanitarians in the most
efficient way. Within table 1 can be
seen the basic set of principles on
which humanitarian organizations
rely. The basic principles are hu-
manity, neutrality, impartiality,
and independence. Based on the
principle of humanity, we affirm
the primacy of the humanitarian
imperative: that action should be
taken to prevent or alleviate hu-
man suffering arising out of dis-
aster or conflict, and that nothing
should override this
[Sphere, 2018]

principle.

FEkonomski signali 67



Operations

Table 1. Humanitarian principles
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on Quality
(CHS) sets out nine Commitments

Red Cross & Red Crescent UNOCHA
Humanity Humanity
Neutrality Neutrality

Impartiality Impartiality
Independence Independence

Voluntary service

Unity

Universality

The Core Humanitarian Standard

and Accountability

that organizations and individuals
involved in humanitarian response
can use to improve the quality and
effectiveness of the assistance they
provide: [Sphere, 2014]

Humanitarian response is appro-
priate and relevant - Communi-
ties and people affected by crisis
receive assistance appropriate to
their needs.

Humanitarian response is effec-
tive and timely - Communities
and people affected by crisis
have access to the humanitarian
assistance they need at the right
time.
Humanitarian response
strengthens local capacities and
avoids negative effects - Commu-
nities and people affected by
crisis are not negatively affected

and are more prepared, resilient
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and less atrisk as a result of
humanitarian action.
Humanitarian response is based
on communication, participation
and feedback - Communities and
people affected by crisis know
their rights and entitlements
have access to information and
participate 1in decisions that
affect them.

Complaints are welcomed and
addressed Communities and
people affected by crisis have
access to safe and responsive
mechanisms to handle com-
plaints.

Humanitarian response is coor-
dinated and complementary
Communities and people affected
by crisis receive coordinated,
complementary assistance.
Humanitarian actors continu-
ously learn and improve - Com-
munities and people affected by

crisis can expect delivery of



improved assistance as organiza-
tions learn from experience and
reflection.

- Staff are supported to do their
job effectively and are treated
fairly and equitably - Communi-
ties and people affected by crisis

the they

require from competent and well-

receive assistance

managed staff and volunteers.

Resources
are managed and
used responsibly
for their intended b

rpose.

i 6‘“"

2
7] &
Staff are '1‘9
supported to do
their job effectively,
and are treated
fairly and
equitably.

Humanitarian ‘o.;,o
actors (7
&,
LN

continuously
learn and
improve. 6
Humanitarian
response is

coordinated and
complementary.

appropriate
and relevant.

. 4

Communities
and people
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- Resources are managed and used
responsibly for their intended
purpose - Communities and peo-
ple affected by crisis can expect
that the organizations assisting
them are managing resources
effectively, efficiently and ethi-
cally.

Humanitarian
response is
effective and
timely.

I/
-'hne
"'f-
'@‘ Humanitarian
= response
strengthens local
capacities and
*  avoids negative

5 affected
i\ by crisis

l'.?

e‘\ response 15 5
s sponse is base
p"“ on communication,

participation and

NA 5

Complaints
are welcomed
and addressed.

Figure 4. The Core Humanitarian Standard

The Standard is shown in figure 4.
It serves as a useful tool for pro-
moting an effective response within
an organization and among partici-
pants, and for overcoming inconsis-
tency and unpredictability.

Staff i1s dealing with individuals
who are dissimilar to them. Cul-
turally embedded interpretations of
and responses to risk are also
present among aid organizations.
[Johnson et al., 2016] Disaster aid
is increasingly globalized, bringing
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together multiple actors whose per-
ceptions, priorities, and modes of
working have developed in differ-
ent cultural contexts [Hewitt 2012].
Thus, misunderstanding, the effec-
tiveness compromising of disaster
risk reduction efforts can arise.

Regional and local humanitarian
departments are influenced by local
culture and by the culture of the
parent organization or by the head
of the organization. Managers and
employees are from the same coun-
try or from different countries with
different backgrounds.
Among employees within an orga-

cultural

nization conflicts could arise as a
consequence of opposite thinking
and acting in a variety of different
situations, especially on the field.
Additionally,
emerge as a consequence of nation-
al culture disparity. Also, the risk

subcultures can

is another potential point of con-
flict. Various groups perceive risk
differently. Reasons may vary, but
the most common are life experi-
ence, cultural background, and ed-
ucation. [Cohn et al., 1995; Renn &
Rohrmann, 2000; Righi et al., 2021]
External actors may project their
cultural biases on communities and
bypass existing social
ments, distributing aid in a way
that is inequitable and culturally

irrelevant. [Kruks-Wisner, 2010]

arrange-

Hofstede et al. [1990] found that
the effect of the national context on
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individual employees affects orga-
nizational cultures. Thus, an entire
department in a country is consist-
ed of domestic employees, which be-
havior can be driven by values they
acquired through their domestic
national culture. Therefore, Kwan-
tes & Boglarsky [2004] showed that
occupation affects perspectives on
desired organizational culture. Ad-
ditionally, local cultures can deter-
mine the way citizens from areas
with high disaster risk perceive
and understand the potential disas-
ter occurrence. For instance, atti-
tudes related to explanations of
natural  hazards, particularly
earthquakes, have been found to be
a major obstacle to disaster risk
prevention in some Muslim commu-
nities by citizens disregarding
building standards and community
[Paradise,
2005] On the contrary, citizens in
religious South Italy (Mount Etna

education programs.

region) were taking part in activ-
ities that are believed to help
miracles take place but, simulta-
neously, they engaged in protective
measures such as evacuation.
[Chester et al., 2008] These results
demonstrate that cultural factors
such as religious beliefs with the
specific local context, do affect

disaster-related behavior.

The influence of national culture on
organizational culture is mostly
visible in: [Sikorski, 2003]



the communication in the organi-
zation meaning the level of
openness and formality of this
process, how extrovert it is, and
whether it is possible to show
emotions,

especially the

sources of power and the ways of

leadership -

exercising it, the proximity or
distance in the hierarchy, the
level of the employees’ partici-
pation in the decision-making
process, the feeling of commu-
nity,
motivation - the pressure to
achieve results, competition, the
acceptance of uncertainty, the
care for the quality of inter-
personal relations, the evalua-
tion of individuals and groups,
providing safety,

the organization model - espe-
cially the level of the standard-
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ization of work, processes and
skills, structure, and ways of ex-
ercising control.

To show the importance of healthy
and strong organizational culture,
an example of an organizational
structure of UNHCR is depicted in
figure 5. As it can be seen the orga-
nization has a complex structure.
This type of organization is a global
organization with a multitude of
departments and regional offices.
Every organization like UNHCR
should be well managed and im-
proved. To achieve so there should
be established and fostered a
culture that strengthens the bonds
among employees both between
departments and countries’ offices.
Organizational culture helps em-
ployees better understand the aim
organization is trying to achieve.
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Division of F Support and (DPSM)

Figure 5. Executive direction and management of UNHCR

The organizational culture among
humanitarians should be assessed
and changed if necessary. Changes
that culture suffers can be positive
or negative, so it is important to
make sure that the changes are
monitored and, if necessary, di-
rected.

4. Organizational culture and
humanitarian cooperation

In order to deliver effective crisis
response operations, an increasing
number of individuals, groups, or-
ganizations, and jurisdictions need
to coordinate their actions. Thus,
organizational culture could affect
the way different actors perceive
the interaction network influencing
the process of seeking, trusting,
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and interpreting emergency infor-
mation. [Prakash et al, 2020;
Mutebi et al., 2020] To be able to
establish and implement effective
emergency management strategies
it is required to perceive the differ-
ences among organizations and dif-
ferences in understanding of the
interaction networks. In an emer-
gency, organizational culture af-
fects the perception of humani-
tarians towards the interpretation
of situations, tasks organizing, and
interaction with others. Therefore,
organizational culture plays a cru-
cial role in the humanitarian sup-
ply chain and humanitarian opera-
tions by affecting the way different
actors give an interpretation to the
critical situation.
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Health

Food Security
WFP & FAO

Emergency
Telecom-
munications
WFP
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UNICEF &
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Shelter
FRCY
UNHCR?

Water,

Sanitation

and Hygiene
UNICEF

Figure 6. Cluster approach

To illustrate the complexity of the
humanitarian sector The Cluster
approach is presented. The founda-
tions of the current international
humanitarian coordination system
were set by General Assembly reso-
lution 46/182 in December 1991. In
2005, a major reform of humani-
tarian coordination, known as the
Humanitarian Reform Agenda, in-
troduced a number of new elements
to enhance predictability, account-
ability, and partnership. The Clus-
ter Approach was one of these new
elements. Clusters are groups of
humanitarian organizations, both
UN and non-UN, in each of the

main sectors of humanitarian ac-
tion, e.g. water, health, and logis-
tics. They are designated by the
Inter-Agency Standing Committee
(IASC) and have clear responsi-
bilities for coordination. Successful
application of the cluster approach
will depend on all humanitarian
actors working as equal partners in
all aspects of the humanitarian
response: from assessment, analy-
sis and planning to implementa-
tion, resource mobilization, and
evaluation (IASC, 2006). As it can
be seen in figure 6, the whole hu-
manitarian cluster approach in-
cludes an abundance of organiza-
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tions. It depicts the complexity of
humanitarian actions and empha-
sizes the need of establishing
strong connections. Every organiza-
tion has its own organizational
structure and culture. This empha-
sizes the importance of values and
beliefs uniformity, strong bonds
among them, and the culture that
unites all participants towards one
goal, to save lives and belongings of

beneficiaries.

The
mechanism consists of more than

humanitarian coordination
just "humanitarian" organizations,
such as the donors, aid agencies,
NGOs,
ments, militaries, logistics service

media agencies, govern-
providers, suppliers, and aid reci-
pients. [Kovacs & Spens 2008; Van
Wassenhove 2006; Oloruntoba &
Gray 2006] Some of them could be
without any previous experience in
the field. Thus, organizational cul-
ture is important for the relation-
ship between different organiza-
tions involved in the supply chain
of humanitarian aid, because by
sharing the same values and views
on humanitarian action, the right
goals are achieved faster. In the
humanitarian area, it means the
timely saving of the health and
lives of people and their property.
Cross-sector ~ humanitarian-busi-
ness partnerships [Aéimovié et al.,
2020] make the organizational cul-
ture issue more complex. These co-
operations have to be successful
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because of the importance of the
purpose they are established for,
protection of human lives and
health. Therefore the maximum ef-
fort needs to be invested in solving
the differences in cultural patterns
and frames these organizations
have. Therefore, there is a need for
teams that are consisted of people
from both types of organizations.
Additionally, some disasters need
the involvement of military forces
of the affected country or foreign
forces to conjoin the efforts with
humanitarian organizations
through civil-military coordination
to solve the crisis caused by the
[Reis, 2018] Thus, there
need to exist principles on which
cooperation is based to bridge the

disaster.

cultural gap among partners.

5. Conclusion

Organizational culture is an impor-
tant factor in humanitarian assis-
tance and serves as the glue that
sticks an organization together.
Strong organizational culture can
lower disaster risk and improve the
overall performance of an organi-
zation. Many researchers have
studied this field and a plethora of
different approaches have emerged.
Some of them are mentioned above
and it could be seen that all of
them show how important organi-
zational culture i1s for an orga-
nization.



To improve response abilities when
a disaster situation occurs, human-
itarian organizations need well-
organized employees and volun-
teers. Volunteers, as an external
workforce, are a very important
part of humanitarian response, but
they need to follow the rules estab-
lished by the organization they do
the volunteering work for. To follow
those rules they need to be aware of
the organizational culture, to foster
a sense of belonging and the sense
of the lives-saving job. But some-
times the staff is not aware of
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Rezime. Humanitarno okruzenje postavlja niz izazova za organiz-
cije, pa je vazno odgovoriti na adekvatan nacin. Organizaciona
kultura je vazan faktor u organizacionim performansama i moze biti
odlucujuéi faktor izmedu uspeha 1 neuspeha. Svaka organizacija ima
svoju jedinstvenu kulturu, bilo da je menadzment toga svestan ili ne.
Da bi funkcionisale na najefikasniji nacin i bile u moguénosti da
realizuju strategiju, humanitarnim organizacijama je potrebna
odgovarajuéa i jaka organizaciona kultura. Zatim, kako bi se ojacao
osetaj da tim ima svrhu svog postojanja i kako bi se pomoglo
clanovima da deluju i razmisljaju u istom pravcu, razvijeni su
humanitarni principi i standardi. Za razvoj organizacije veoma je
vazno pravovremeno uspostavljanje sistema vrednosti 1 obrazaca
ponasanja. Organizaciona kultura je vazna kako za unutrasnju
strukturu, tako 1 za veze medu ucesnicima.

Kljuéne reci: organizaciona kultura, humanitarna organizacija,
saradnja, humanitarne operacije
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